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I INTRODUCTION

This proceeding arises under the interest arbitration proceedings of the Connecticut state
employee collective bargaining statute, C.G.S. 5-276a. The bargaining unit here consists of
approximately 100 Program Supervisors employed by the State in the Department of Children
and Families. The unit was certified by the Connecticut State Board of Labor Relations on
August 10, 2017. Negotiations began in February 2018 for an initial collective bargaining
agreement. In September, 2019, the parties declared impasse and requested interest arbitration.
The parties had resolved a number of issues during negotiations but several issues were
unresolved at the time of the parties initial arbitration submissions. Arbitration hearings were
held on October 7, November 18, November 19, and November 26, 2019. Last best offers were
submitted on December 16, 2019, briefs were filed on January 10, 2020, and reply briefs were
filed January 21, 2020. The final subrﬁissions were for a total of four issues.

I have reviewed all of the exhibits, the transcripts and my notes on the testimony
presented by the parties at each hearing. I do not repeat or summarize the testimony or exhibits
here, but the following discussion is based on the evidence presented at the hearings and the
arguments made both at the hearings and in the briefs.

The Bargaining Unit: The approximately 100 members of this bargaining unit are
employed by DCF, They were classified as managers in the State personnel system before they
organized as a unit of AFSCME. At that time, the State changed their title from Program

Manager to Program Supervisor.



Most Program Supervisors oversee social workers and social work supervisors in offices
within DCF’s six regional areas. These Program Supervisors supervise five or six social work
supervisors who themselves oversee usually five social workers. Members of the bargaining unit
testified to the number of employees reporting to them and to the number of cases represented by
these employees. These numbers ranged from about 35 to 46 employees covering 400 to 600
cases.

The Program Supervisors are responsible for the management of administrative child
welfare and protective services programs. Tina Jefferson, DCF’s Chief of Child Welfare, testified
that the Program Supervisors make critical case decisions around removal, service provision, and
progressive discipline. They are responsible for overall case management, assigning cases to
staff, decisions when cases should close, reassignment of caseload when there are staff changes.

They are also charged with providing leadership training and oversight for their team of workers.

II Qutstanding Issues

Issues One and Two: Compensation
Issue Three; Compensatory Time

Issue Four: Vacation



I Statutory Criteria

Connecticut General Statutes, §5-276a sets forth the following factors to be considered by
the arbitrator in arriving at a decision as to the more reasonable last best offer proposal of either
of the parties on each disputed issue:

1. The history of negotiations between the parties including those
leading to the instant proceeding;

2. The existing conditions of employment of similar groups of
employees;

3. The wages, fringe benefits and working conditions prevailing in
the labor market;

4. The overall compensation paid to the employees involved in the
arbitration proceedings, including direct wages compensation,
overtime and premium pay, vacations, holidays and other leave,
insurance, pensions, medical and hospitalization benefits, food and -
apparel furnished and all other benefits received by such
employees; '

5. The ability of the employer to pay;
6. Changes in the cost of living; and
7. The interests and welfare of the employees,
Each of these factors has been considered in the decision on each issue. The discussion of

each issue identifies and discusses the factors which were most important in the decision on the
issue.



IV. Discussion of the Issues

Issue One and Two: Compensation

Last Best Offer of the Union

ISSUE 1: 2% (two percent)
ISSUE 2: 2% (two percent)

Compensation
Section One. General Wage Increases.

a) There shall be no general wage increase paid to any bargaining unit Program Supervisor for
the first two (2) contract years of 2017-2018 and 2018-2019.

b) Effective and retroactive to July 1, 2019, the base annual salary for all bargaining unit
Program Supervisors shall be increased by three and one-half percent (3.5%).

¢) Effective July 1, 2020, the base annual salary for all bargaining unit Program Supervisors shall
be increased by three and one-half percent (3.5%). ‘

Section Two. Annual Increments.
(a) Effective and retroactive to January 1, 2020, bargaining unit members shall receive an
increment of 2% (two percent) movement within salary range in fiscal year 2019-2020,
but not to exceed the maximum of the salary range. Those bargaining unit members at the
maximum rate of the salary schedule shall receive a lump sum payment of 2% (two
percent) of their salary, minus the percentage value of any increment they receieved on
that date.

(b) Effective January 1, 2021, bargaining unit members shall receive an increment of 2%
(two percent) movement within salary range in fiscal year 2020-2021, but not to exceed
the maximum of the salary range. Those bargaining unit members at the maximum rate
of the salary schedule shall receive a lump sum payment of 2% (two percent) of their
salary, minus the percentage value of any increment they received on that date.

Section Three. Effective upon legislative approval, all bargaining unit Program Supervisors
shall receive a one-time two thousand dollar ($2,000) payment. This one-time payment shall be
pro-rated for part-time bargaining unit Program Supervisors. This one-time payment shall be



pensionable in accordance with plan rules. Employees entering into the bargaining unit
subsequent to July 1, 2018 who already received a $2,000 one-time payment shall not be eligible
for this payment.

Furlough Days. Each bargaining unit Program Supervisor who has not already served furlough
days shall take three (3) furlough days (the equivalent of three days’ pay) within one (1) year of
legislative approval of this Agreement. Furlough days shall be scheduled by mutual agreement
and shall be taken on days the employee is normally scheduled to work.

Section Four. In the event that the State determines that an employee has been overpaid, the
employee will be notified in writing and the State shall meet with the affected employee and the
Union. The State shall arrange to recover such overpayment from the employee over the same
period of time the overpayment was made unless the State and employee agree to some other
atrangement. Should the employee contest whether or how much he/she was overpaid, the
refund procedure shall be stayed until the appeal is resolved.

Last Best Offer of the State

Section One. General Wage Increases.

a) There shall be no general wage increase paid to any bargaining unit Program Supervisor for
the first two (2) contract years of 2017-2018 and 2018-2019.

b) Effective and retroactive to July 1, 2019, the base annual salary for all bargaining unit
Program Supervisors shall be increased by three and one-half percent (3.5%).

¢} Effective July 1, 2020, the base annual salary for all bargaining unit Program Supervisors shall
be increased by three and one-half percent (3.5%).

Section Two. Annual Increments.

(a) Effective and retroactive to January 1, 2020, bargaining unit members shall receive an
increment of one and one-half percent (1.5%) movement within salary range in
fiscal year 2019-2020, but not to exceed the maximum of the salary range. Those
bargaining unit members at the maximum rate of the salary schedule shall receive a
lump sum payment of one and one-half percent (1.5%) of their salary, minus the
percentage value of any increment they received on that date.

(b) Effective January 1, 2021, bargaining unit members shall receive an increment of one
and one and one-half percent (1.5%) movement within salary range in fiscal year



2020-2021, but not to exceed the maximum of the salary range. Those bargaining
unit members at the one and one-half percent (1.5%) of their salary, minus the
percentage value of any increment they received on that date.

Section Three. Effective upon legislative approval, all bargaining unit Program Supervisors
shall receive a one-time two thousand dollar ($2,000) payment. This one-time payment shall be
pro-rated for part-time bargaining unit Program Supervisors. This one-time payment shall be
pensionable in accordance with plan rules. Employees entering into the bargaining unit
subsequent to July 1, 2018 who already received a $2,000 one-time payment shall not be eligible
for this payment.

Furlough Days. Each bargaining unit Program Supervisor who has not already served furlough
days shall take three (3) furlough days (the equivalent of three days’ pay) within one (1} year of
legislative approval of this Agreement. Furlough days shall be scheduled by mutual agreement
and shall be taken on days the employee is normally scheduled to work.

Section Four. In the event that the State determines that an employee has been overpaid, the
employee will be notified in writing and the State shall meet with the affected employee and the
Union. The State shall arrange to recover such overpayment from the employee over the same
period of time the overpayment was made unless the State and employee agree to some other

arrangement. Should the employee contest whether or how much he/she was overpaid, the
refund procedure shall be stayed until the appeal is resolved.

The bargaining here, as in other State units, took place in the context of the SEBAC
agreements of 2009, 2011, and 2017. These agreements diminished pension and health benefits
for State employees but provided raises, job security, flexible work and scheduling and other
issues. The Program Supervisors unit was not part of the SEBAC agreement, as the unit was not
certified until about 2 month and a half after the SEBAC agreement was signed. In spite of this,
the parties reached agreement on a number of issues based on the SEBAC negotiating. This
includes agreement on wage increases for the four years of the contract. There are no wage

increases in the first two contract years, then there will be 3.5% increases July 1, 2019 and July 1,



2020. The parties also agreed to a one-time payment of $2000.00 upon legislative approval and
to three furlough days within one year of legislative approval.

The only outstanding compensation issue is the size of the annual increment given on January
1, 2020, and January 1, 2021. The State proposes an increment of 1.5%; the Union proposes 2%
which is the increment received by the State bargaining units under the SEBAC agreement.

The State argues that the Program Supervisors are not entitled to the increases negotiated
under SEBAC because they organized after that agreement was made, The only State contract
finalized since the SEBAC agreement is the contract for the State Police which provides lower
general wage increases for the two contract years in which the State has agreed to provide 3.5%
increases to these employees and to the other units covered by SEBAC.

The dispute here is a small portion of the compensation agreement. The parties have agreed
to 3.5% general wage increases for two of the four years of the contract, to no wage increase for
the first two years. They have agreed to a bonus one-time payment upon legislative approval of
the contract and to furlough days to be taken in the first year after legislative approval. The only
dispute is whether the annual increment on January 1, 2020 and January 1, 2021 will be 1.5% or
2%. The cost for each of these years of the difference is approximately $50,000.

The Union cites sixteen State bargaining units which received steps greater in value than
1.5% and, in many cases 2% or more. The Union presented evidence that the Program
Supervisors in some cases earn less than the workers they supervise when only base salary is
considered. A great many others actually earn less than the workers they supervise because the

Program Supervisors are not eligible for overtime pay.



The factors of negotiations between the parties, the existing conditions of employment of
similar groups of employees, the overall compensation of the bargaining unit, the ability of the
employer to pay, and the interests and welfare of the employees all support the last best offer of

the Union.

ISSUE 1: The last best offer of the Union on Issue 1 is more reasonable based upon the statutory

factors to be considered and is awarded.

ISSUE 2: The last best offer of the Union on Issue 2 is more reasonable based upon the

statutory factors to be considered and is awarded.



Issue Three: Compensatory Time

Last Best Offer of the Union

ISSUE 3: 40 (forty)

Compensatory Time

All program supervisors shall be eligible for pre-approved compensatory time after 40 (forty)
hours of work per week. Such approval must be in writing by a manager. Compensatory time
shall not be a basis for compensation at any point other than upon its use, including but not
limited to termination, separation or retirement. Program supervisors are expected to use
compensatory time within 12 months after it is earned; such accumulation shall expire after 12
months. Requests to use compensatory time shall be made to management as far in advance as
possible. Such requests will be approved based on the operational needs of the agency. When
available, program supervisors may use compensatory time accruals for pre-approved time off, in
lieu of other types of accrued leave.

Last Best Offer of the State

All program supervisors shall be eligible for pre-approved cotnpensatory time after fifty (50)
hours of work per week. Such approval must be in writing by a manager. Compensatory time
shall not be a basis for compensation at any point other than upon its use, including but not
limited to termination, separation or retirement. Program supervisors are expected to use
compensatory time within 12 months after it is earned; such accumulation shall expire after 12
months. Requests to use compensatory time shall be made to management as far in advance as
possible. Such requests will be approved based on the operational needs of the agency. When
available, program supervisors may use compensatory time accruals for pre-approved time off, in
lieu of other types of accrued leave.

The issue of payment or compensatory time for time worked beyond forty hours by these

employees is particularly important to the parties. This issue and the issue of having more say in
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the issue of transfers were cited by many witnesses as crucial and as impetus for organizing the
unit. Required overtime varies by the position held by the Program Supervisor. Those in field
offices are more likely to be required to work outside of normal hours. It is not unusual for the
need for protection of children to arise outside of normal working hours. When this happens,
social workers must respond and decisions have to be made about whether to remove a child and,
if so, where to place the child. These decisions require investigation and, while this work is going
on, the Program Supervisor must be available to receive calls from Social Work Supervisors or
Social Workers. These employees testified that they must be available to their staff virtually
around the clock if an emergency arises. Those Program Supervisors who work in Central Office
are less likely to be needed in the middle of the night.

The Agency does not keep records of additional hours worked by Program Supervisors. The
testimony indicated that many, if not most, work some additional hours every week and a number
wotk significant hours frequently.

The State has agreed to offer compensatory time to Program Supervisors if they work more
than ﬁﬁy hours in a week. The Union requests compensatory time for all hours over forty. The
State says that Program Supervisors were already entitled to compensatoty time in some cases
outlined in the Department of Administrative Services’ Managers Guide. None of the employees
who testified were aware of this provisions and none had made an attempt to be given time. Even
Tina Jefferson testified that compensatory time “wasn’t part of the role.”

The last best offers of both parties make clear that Program Supervisors have a right to

compensatory time after a certain amount of work.
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‘The Union argues that the State is asking people to work for nothing, to contribute extra
hours to their employer. Of course, this is the case for many employees who are exempt under the
Fair Labor Standards Act. Employees with the level of responsibility and education of these
Program Supervisors are often expected to base their working hours on the needs of their clients
and may not be compensated for much of the time spent,

That being said, there is a large variance in the way excess working hours are treated in State
contracts. The Public Defenders specifically disavow regular working hours if their clients need
work outside those hours. Other units are offered payment or compensatory time, or
compensatory time that is paid if it can’t be taken.

There are a number of reasons that the statutory criteria réquire the awarding of the State
offer on this issue. There are simply too many unknowns in this area for the State and for the
Supervisors. Clearly, the Supervisors should have some relief for excessive hours of unpaid time
which have a demonstrable (and demonstrated) impact on the employee’s life. DCF has not had
the experience of providing compensatory time for these employees and cannot predict the effect
it may have on operations. The parties will begin negotiations for the next contract within a short
time after legislative approval of this contract and will come into those negotiations with some
experience to use to draft proposals for the next contract, Actual hours worked by Program
Supervisors will have to be tracked to implement the State’s offer, and that data will inform
bargaining in the future.

The statutory factors which carry the most weight here are the history of negotiations, the

existing conditions of employment of similar groups of employees, and the overall compensation
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paid to the employees involved. All of the statutory factors were considered and compel the

acceptance of the State’s last best offer.

Issue 3: : The last best offer of the State on Issue 3 is more reasonable based upon the statutory

factors to be considered and is awarded.

Issue Four: Vacation

Last Best Offer of the Union

ISSUE 4:

Section Five. In addition to the above, Program Supervisors shall accrue the following
additional time, granted on January 1 of the following year:

Seniority Additional Vacation
11 years 1 day

12 years 2 days

13 years 3 days

14 years 4 days

15 years 5 days

Program Supervisors with more than 20 years of seniority shall no longer be eligible for the
additional accrual, as they will accrue 4 weeks per year per Section 2 above.

The maximum accumulation for current Program Supervisors shall be 120 days, or 960 hours.

For Program Supervisors entering the bargaining unit after legislative approval, the maximum
accumulation shall be 60 days or 480 hours.

13



VACATION

Section One. Seniority as defined in Article , Section 1, plus war service, shall be used to
determine years of service for vacation accrual eligibility.

Section Two. Program Supervisors shall accrue vacation leave as follows: zero to five (0-5) years,
one (1) day per month; over five (5) and under twenty (20), one and one-quarter (1-1/4) days per
month; over twenty (20), one and two-thirds (1-2/3) days per month. Vacation leave shall not accrue
for any calendar month in which the employee is on leave of absence without pay an aggregate of
more than five (5) working days.

Section Three. No employee will carry over more than ten (10) days of vacation leave to the
next year, provided however, that in exceptional circumstances agency permission may be
granted to carry more than ten (10} days. Such permission shall not be unreasonably denied,

Section Four. Each “day” will be computed at eight (8) hours. Program Supervisors are eligible
to begin taking paid vacation after completing six (6) months of service, Eligible Program
Supervisors employed on less than a full-time basis earn vacation leave for continuous service
prorated in proportion to the amount of time actually worked. Requests for vacation and
personal eave should be made to management as far in advance as possible. Such requests will
be approved based on the operating needs of the agency.

Section Five. In addition to the above program supervisors shall accrue the following additional
time, granted on January 1 of the following year:

Last Best Offer of the State

Section One. Seniority as defined in Article , Section 1, plus war service, shall be used to
determine years of service for vacation accrual eligibility.

Section Two. Program Supervisors shall accrue vacation leave as follows: zero to five (0-5) years,
one (1) day per month; over five (5) and under twenty (20), one and one-quarter (I-1/4) days per
month; over twenty (20), one and two-thirds (1-2/3) days per month. Vacation leave shall not accrue
for any calendar month in which the employee is on leave of absence without pay an aggregate of
more than five (5) working days.

Section Three. No employee will carry over more than ten (10) days of vacation leave to the next
year, provided however, that in exceptional circumstances agency permission may be granted to carry

more than ten (10) days. Such permission shall not be unreasonably denied.
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Section Four. Each “day” will be computed at eight (8) hours. Program Supervisors are eligible to
begin taking paid vacation after completing six (6) months of service. Eligible Program Supervisors
employed on less than a full-time basis earn vacation leave for continuous service prorated in
proportion to the amount of time actually worked. Requests for vacation and personal leave should
be made to management as far in advance as possible. Such requests will be approved based on the
operating needs of the agency.
Section Five. All program supervisors are presently assigned to the managerial pay plan and receive
managerial benefits. Those who have accumulated more than four hundred eighty (480) hours or
sixty (60) days of vacation time as of the date of legislative approval of this Agreement, such number
of days shall be the maximum accumulation, and payout upon separation, for those employees.
Should their vacation accrual ever drop to four hundred eighty (480) hours or sixty (60) days, or less,
their maximum vacation accrual shall be four hundred eighty (480) hours of sixty (60) days. For new
Program Supervisors and for those who have accumulated 480 hours or less of vacation at the time
of legislative approval of this Agreement, their maximum accrual shall be 480 hours.

The issue of vacation requires a complex balancing between the benefits these employees
had as managers and their new position as members of a union. The managerial vacation
provides for the accrual of additional days of vacation based on years of service from 11 to 20
years of service. The Union proposes to retain these additional days; the State proposes to
eliminate them. The managerial vacation also allows a maximum accrual of 120 days, or 960
hours. The Union proposes to retain this accrual for current employees only, but proposes 60
days, or 480 hours, for new members of the bargaining unit. The State’s offer allows Program
Supervisors who now have more than 480 hours to retain those hours but once their accrual
balance goes to 480 hours, they will be limited to 480 hours.

The Union’s proposal retains the managerial bonus days and maximum accumulation for
those employees who have been at that level. The State lowers the vacation days and

accumulation to that held by many other bargaining units, including the P-2 unit. Thus, the

State’s offer puts the members of this bargaining unit in a worse position than they have now.
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The State’s argument for reducing the vacation benefit for these employees is that it will
then match other bargaining units, particularly P-2. However, these employees are not entirely
comparable to the P-2 employees. Both the State and the Union offered extensive testimony
about the extremely high level of responsibility these employees carry and the stress and
demands of their jobs.

The State determined that persons in such high level positions are in need of and
deserving of the level of vacation benefits outlined in the managerial policy. There was no
evidence that the act of organizing into a union decreased the need for vacation of these
employees. The Union’s evidence of the stresses of the Program Supervisor positions supports
the argument that these employees should be allowed vacation time to renew themselves so that
they can carry responsibility for the children of Connecticut effectively.

The Union’s offer limits the State’s liability for vacation payouts by limiting the accrual
for new employees, grandfathering only current employees at the managerial level of accrual.
Thus, those employees will be granted vacation during their employment to remain able to do
their jobs but will not require payout of the higher level of accrual.

The new unit of Assistant Attorney Generals who formed a new bargaining unit have
retained the managerial level of vacation time. In addition, the other bargaining units which have
formed from managerial employees have retained some form of benefits from their prior level.
Employees who are formerly on the managerial pay scale still perform extremely responsible
jobs. The State benefits from those employees taking enough vacation to avoid burnout and

remain able to carry the responsibility the State requires from them.
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The statutory factors which support the Union’s offer on Issue Four are the history of
negotiations, the existing conditions of employment of similar groups of employees, and the
interests and welfare of the employees. |

The Union’s last best offer on Issue 4 is more reasonable based upon the statutory factors

and is awarded.

17



* Case No. 2020-SBA-1
AFSCME and DCF

(Initial Contract)

e & e

Susan R. Meredith, Arbitrator

January 29, 2020



Tentative Agreements






Tt ¥

’,__‘_u-"“"———""" A .
PREAMBLE - L\N(‘/ <t Hll‘%
STATE OF CONNECTICUT, aciing by and through the Office of Labor Relations,
heréinafier called the "State” or the *Employer”, and Local 3419 of Council #4, AMERICAN

FEDERATION OF: STATE COUNTY ANDMUNICIPAL EMPLOYEES, A}'L-CIO hereinafier- 7
called, "AFSCME" oi the ”Umon" heleby agre:as follows: AM / Y11&

ARTICLE 1
RECOGNITION

Section One, The State recognizes the Union for the purpose of collective: bmgammg as
the exclusive representative of all the employees in the unit “Department of Children and families
ngiam Managers” certified by the Coeeticut State Bdard of Labor Relatioits, Decision No.
4972, issued July; 2017 1nc.ludmg employees hived as Federal Grant Participants and subjectto
the terms of Section 2, prabationary, temporary, durational, provisional and pexmanf;nt patt-time
employees.

Section Two., Definitions.

(a) A permanent employee is an employes who has completed the inftial working fest
_petiod, '
(b) Temporary Pdsitions are. filled for a short teirn, séasonal, or emergency situation,
ineluding'to covérfor a permianent position when the iticurhbent is- o Wotkeérs'
compensation or ather ‘extehded Jsave, ot to. excéed 6 months. May be extended 1ip to one
year. Ifd tepiporary eifiployet is retained gredter than 12months said employse shall be
considered duraticnal,

(c) Dincational An employee hived for a specific teim, for a'tedson not provided above,
including & grant or specially funded program of & sPcmﬁc teim, not o extegd one year,

Statms: A temporary- employee shall become dueational after 6. months o one yeat if extended,

A dwational employee shall become permanent after six months, or the length of the ‘working
test period, whichever is longer.

Benefits;

A temporary employee shall receive such benefity as provided by state or fedetal Jaw, and.
snch additional berefits 45 curiently provided by the respettive agteenients and, practics
applicableto the unit, which niay inchade:

« Health and life insuranee-

«  Pendion dredit

+ Paid Holidays

* PL Days

» Aﬁex 6 montlis, vacation, siclk and peu;onal leave-Tetioactive to date. of hirg.

Ap employee hired fora durational position, o treated 4 4 duratlomi after a period.of
temporay Siiployimont shall regeve:




RECOGNITION

The State of Connectiout Department of Children and Families (hereinafter referred to as the
“Employet”) recognizes Local 3419 of Council 4 of the American Federation of State, County &
Municipal Bmployees (AFSCME) AFL-CIO (heieinafter réfeited to as the “Umon”) ay the
exclusive batgaining representative of all Department of Children and Families Program
Supervisors (formeily referred to as Program Managers, at the time of certification) whose
classifications were assigned to the certified unit by action of the Cotmecticut State Board of Labor
Relations under Certification Decision No. 4972 dated August 10, 2017, for the purpose of
collective bargaining with reéspect to wages, hours, and other conditions of employment,




The Stare teserves the vght o add 10, amend, ot withdeave proposal, Tim State reserves the right

trr subinit cantérproposals at any fime.

deale’s Amended Propasal 6,1.18

MANAGEMENTLRIGHTS‘
Excejpt 45 otherwise [imited by an express provision of this Asreement, Fthe State reserves and
vétains; whether exereised or siot, all the lawfil aid. custorary fights, ‘powets, and prerogatives-of
public management, Such rights inclide, but are ot limited 1o, estabhshmg standaids of -
produetivity and petformance of its employess; detennmmg the mission of an agency and the
methods -and means necessary to fulfill that mission, mcludmg the contracting out-of or the
discontintation of services _posttions, oit progiams in whole or in. part; the determination of the
caiitent of job classification; classification and pay grade for néwly.credted Jobs ‘the appointméitt,
promotion, Assignment, direction dnd transfer of persotinel; the suspension, démetion, discharge.
or gny other appropriate action againstits employees; the relief from duty of its employees because
effack of worl or forother legitimate reasons; the establishment of reasonable work:rules; and the
takmg of all fiecassaty actions to carty"otit its mission in etieigencies. Exceptas ofherwise imited

_by an expiess provisioni of this Agrésment, inherent nisndgsment 11ghts are not subject to the

grievance procedure.
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The State reserves the right to add to, araend, or withdraw ploposals The State reserves the nght

to sybmit counterproposals at any time,
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Section One. Employer representetives shall deal exclusively with Unjon designated stewards-or
representatives in the processing of grievances or any other aspect of confract administration.

.. Section Two. The Union shall furnish the Employer with the list of all employee representatives
(stewards) and Union staff representatives authorized to represent employees covered by this
Agteement, specitying their jurisdictions, and shall maintaid the currency of said list, The Union
shall be limited to six {6) stewards. Steward jurisdiction shall be determined esclusively by the
Union. Management may rely on the representation of a-steward that s/he is appropriately acting
within her/his jurisdiction. Undon staff representatives may be present at Labor-Management
Committes meetings and at each dnd every step of the grievance procedure.

Section Three. Access to Premises. Union representatives (staff or steward assigned) shall be
pemm:ted to enter the facilities of an agency at any reasonable fime for the purpose of processing
filed giievances, or fulﬁlhng its role as collective bargaining agenit, provided that they give notice
of their intended visit and, upon arrival, they immediately give notics of their presence to the
supervisor in charge and do not interfere with the performance of duties.

Section Four, Role of Steward in Processing Grievances, Stewards will give notice to their
immediate supervisofs wheti they desire to leave work assignments to properly and expeditiously
carry out their duties in commection with this Agreement. Petmission shall be granted unless the
work situation or an emergency demands otherwise. When contacting an employes, the stewaid
will first report to and obtain permission to see the employee from his/her supervisor, and
permission will be gianited ufiless the work situation or an emergency demands otherwise, If the
mmedm’ce supervisor' is unavailable, permission will be requested from the next level of
supervision, Requests by stewards: wﬂl state the natne of the employee lnvolved, hisfher location,
indicating briefly the general nature of the Union business to be discussed, and the approxnnate
time that will be needed.

Stewards thus engaged will report back to theit supervisors oni completion of such dutiés ard
ratumn to their job and will suffer no loss of pay or other béngfits as-a xesult thereof.

’Ihe Umon will cooperate to see 'that stewards confine discussion, to ﬂlﬁ issues involved. Should
problents develop, managemerit will bring such to the gttention of the Union.

Stewards shall not be authorized to be signatory for the Local Union in any agreement and/or
» understanding between the union and the employer. The signatory shall be the Local President,
or specificajly authorized desighee, which may, at-the president’s discrefion, include local -
officers and/or staff represenfatives. The Matidgement signatory shall be the. Cornmissioneér or
equivdlent of the agency or a management employee specifically authorized by the -
Commissioner, or in the case of any agreement and/or understanding requiring the signature ofa
represenitative of the Office of Labor Relations, a Labor Relations Speclalist or higher
representative of the Office of Labor Relations. Any agreement or- understandmg not signed by
authorized signatories shall not be valid, :




‘The State reserves the i ight to add to amend, or withdraw proposals, The State reserves the right
to submit counterproposals at any time,

Section Five, Bulletin Boards. The State will firrnish reasonable bulletin board space in each
institution, which the Union may utilize for its atmouncements. Bulletin board space shall not be
used for matevial that is of a partisan political nature or is inflammatory or derogatory to the State

“employer or any of its officers or employees. The Umon shall limit its posting of notices and

bulletins to such bulletin board space,

Section Six. Access'to Information. The Employer agrees to provide the Unidn, upon written
request to the Agency Human Resources Director, access to matetials and information necessary
for the Union to fulfill its statutory responsibility to administer this Agreement. Within two (2) -
weeks of receipt of a written request for such information, the Employer shall either provide the
information or notify the Union of whether the information is available or not, and the date on
which it can be provided. The Union shall reimburse the state for the expense and time spent for
photocopying extensive information and otherwise as permitted under the State Freedom of
Information Law. The Union shall not have access to privileged or confidential information.

Section Seven. Union Business Leave. (a) Paid leave shall be granted in the amount of twenty
four (24) person days per year to Union officials, Stewards representatives or designees for Union
business related functions.

Leave in the first year moay be supplemented by not more than ten percent (10%) of the bank from
ear two. Leave in the second vear may be supplemented by not more than ten percent (10%) of

the bank from year three. Likewise, & sum not to exceed ten percent (10%) of the annual bank
may be carried over iuto a succeeding year, but all leave excess shall expire on the final date of
this Agreement. A copy of the request shall be groyided'to the employing agency. .

Requests for time off under this section shall be made-in writing to the Office of Labor Relations
at least two (2) weeks in advance except in emergency situations. N

Section Eight, Use of Employer Facilities. (x) The Empioyer will permit use of certain facilities
for Union meetings, subject to operating needs, Requests for use of facilities shall be made in

‘advance to the appropriate agency official. The Union shall reimburse the State for any additional

expense, such as sectrity or maintenance costs, incurred as & result of Union use of facilities.

(b) The Employer will permit the Union to leave handonts in a specified area and to allow the
Union to stuff mail boxes where available. Employess will be permitted fo carry Union mail
between offices and/or departments as long as such ‘activity does not mterfere with performance
of duties.

{(¢) The Union officers, stewards or members may, if immediate action is required to resolve a
question or matter within the scope of the Union's duties as exclusive representative, use the
telephone facilitics, subject to the reasonable discretion of management as to whether and how
long the phone may be used. The Union shall reimburse the State for any long distance charges
incurred.

10




The State resetves the right to add to, amend, or withdraw proposals, The State reserves the right
to submit counterproposals at any time. .

Section Nine. Absent emergencies, the President of Local 3419 will be allowed to attend,
without loss of pay, Step I and Arbitration hearings as well as prohibited practice conferences
concerning matters emanating from the Local. If the President is unable to attend, a designee may,
without loss of pay, be substituted subject to any operating needs. It is the intent of this Section
that in most instances the President will be the person to attend such hearings and the use of
designees will be limited to those situations where the President is unavailable.

“The President will also be allowed to attend Fabor Management Committes meetings at the agency
level. Attendance by the President or a designes shall count towatds the seven (7) representatives
allowed each party at such meetings in accordance with Article -, ‘

Section ElevenTen, Orientation. Up to once a month, as applicable, at each facility, all
new employees shall be released from work, if they so desire, for one hour without loss of pay to
attend a Union orientation. The time and location of such orientation shall be detsrmined by
mutual agreement of the Union and the Bmployer. _ , '

1
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h’f) to submit counterproposals at any time. Q/A (\/“MIL_/

\1\\0\\ o State’s Amended Proposal 6.1.18 Z/ 14 /la(

UNION SECURITY AND PAYROLL DEDUCTIONS

Section One. An employee retains the freedom of choice whether or not to become or remain a
member of the Union.

Section Two. Union dues and initiation fees shall be deducted by the Employer biweekly from
the paycheck of each employee who signs and remits to the Employer an authorization form.
Such deduction shall be discontinued upon writien request of an employee thirty (30) days in
advance. Such written request shall be submrtted to the agency payroll office with a copy to the
Union.

Section Three. Payroll deduction of union dues shall be exclusive to the benefit of AFSCME,
AFL-CIO, Council #4, Local 3419, for persons covered by this Agreement as designated by
AFSCME Council #4. :

Section Four. The amount of union dues deducted under this Article for the designated collective
bargaining agent, AFSCME Council #4, shall be remitted to the appropriate designee identified
by AFSCME Council #4 promptly after the payroll period in which the dues are deducted,
together with a list of the names of employées from whose salaries such deductions were made.

The State will furnish AFSCME Council #4, each month, with the names of newly hired
employees, their address, social security number, classification, date of hire; names of terminated
employees, date of termination; names of employees transferred date of transfer and where
transferred .

Section Five. No payroll deduction of dues shall be made from workers” compensation or for any
payroll period in which earnings received are insufficient to cover the amount of deduction, nor
shall such deductions be made from subsequent payrolls to cover the period in question.

Section Six. The Union agrees to indemnify the State for any damages or costs incurred in defense
of actions taken under this Article by the State.

Section Seven. The State shall allow voiuntary payroll deductions for the Union’s political
action organization.
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‘DISMISSAL,-SUSPENSION, DEMOTION OR OTHER DISCIPLINE

Section One. No Program Supervisor who has aftained permanent status shall be discharged,
demoted, suspended without pay, or reprimanded- except for just cause. _Prior fo_imposing

' d1scr line, Conri. Agencies Reps. § 5-240-7a will aps

Seetion Two. Discipline may be imposed by any desxgﬁee of the employer who is not 2 member

' of the bargaining unit, and the employer shall inform the Program Supervisor in writing of any

dismissal, suspension, demotion, or reprimand, the effective date of such action, and the reasons
for such action,

Grievances concermng dismissal, sigpension ot dlsc1p11na1y demotion shall be submltted directly
to Step Il.of the grievance procedurs within fiffeen. (15) days of the receipt, of official notification
of 'such astion. The fifteen (15) days referenced herein commence with receipt by the Union
(Union tepresentative) of a copy of the notification of discipline. In the: event the notification is
mailed to the Union, it shall be by cettiffed inail, When feasﬁ)le, the Union will pE ovide the agency
with a coneurrent copy of the Step II filing; All other grievances shall be filed at Ste.p L

Section Three. The grievance procedure shall be the-exclusive forum for 1esolvmg disputes over
disciplinaty action and will supeisede any preexisting forums.

Section Four. Placement of a Program Supervisor on & paid leave of absence shall be govemed
by Regulation 5-240-5a to permit investigation,

Section Five. Interrugatmn A ngtam Supervisor who is being 1nterrogated congerning an
incident or action which may subjéct him/her to diseiplinaiy aétion shall be notified of hisfherzight

to. have & Union Steward or other-representative present upon request, provided however, this.

provision shall not unreasonably delay completion of the interrogation. %e%eg&&eﬂ—&haﬂ

notinany-ease-be-delayed beyond-twenty-four Q@w&aﬁgﬁemmﬂeﬁaeem&sﬁheabﬂﬁyeﬁ—he
Unleon-to-previdethe-requiredrepresentetion. However, o Program Supepvisor will be forced to

appear on the-day/shift of such notice, This provision shall be applicable to intertogation before,.

durmg or after the filing of a charge against a Program Supervzsor or notlﬂcation to the Progiam
Supervisor: of dxsmplmary action,

Section Six. Whenever practlcabie, the mvestlgation? inten‘ogatlon or discxpllne of nglam
Supervisor shall be scheduled in.a manner intended to conform with the Program Supervisor’s
work schedule. ‘When any Program Supervisot is called to appear at any titne béyond hisfher
notmal work time afd actually testifies, he/she shall be deemed to be actually working. Ttns

- provision shall not apply to Union Stewards.

Section Seven. Written reprunands, counseling’ lettess, and warmngs stiall be included in the

Program Supervisor’s pexsqunel file and, ifnot merged in the next service rating, shall be expunged
aftér twelve months from the date of repumand or warning. ‘Written reprimands will be grievable
but not arbitrablevinless anid until used as grovunds, in whole or'in patt, for other disciplinary action,
or constitute the basis of'a decision not to-select a Program Superwsor for & promiotion.

e~
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GRIEVANCE PROCEDURE

mvolvlng an allf:ged v,tolatmn 91 a daspute mvoEvmg the apphcauon or mtelpi‘etanon of & a speclﬁc
provision of this Agreement,

Seefion Tiwo, Format, Grievandes shall be filed on miutually agreed forms which specify: (a) the
facts, (b) the issue, (¢) the date of thé violation al]eged (d) the specific. controlling contract
provision, and (se) the remedy or teliefsought. Any grievance:may be amended up 1o and including
Step TI of the grievance procedure so long: asthe factnal basis of the complaint is not mateually
altered.

Secfion Three, Gilevant, A Union rcplesentan\Je, Wwith or without the aggrieved emplayeg, inay
submit a giisvance, and the Uniion may in appropriate cases submit an “institational” or “genexal”
grigvance on its own behalf, When an individual employee or giowp of ernployees elects to submit
a grievance without Union representation, the Union’s representative or steward shall be notified
of the pending grievanice, stidll be provided a copy thereof, and shall have the wight to be present
at any discussivh of the grievance, except that if the employee does not wish to have the stewaid
present, the gteward shall not attend the meeting but shall be pi owded with a copy of the written
responge to the grievance, The steward shall be entitled fg regsive from the Employer all
documents pertinent to the disposition of the grievance. and to file statements-of posifion,

Seetion I‘onr Informal Resolutions. The grevance procedure outlingd herein 'is designed to
facilitate resalution of disputes &t the Jowest possible level of the provcedure., It is therefore or ged
fhat the parties attempt informal resolution of all disputes.and to avoid the formal pxocedmes

Section Five. A grievance shall be desmed. waived wiless submitted &t Step 1 within thirty El)
days from the date of the catise of the mrievance-or within (30) days from the date the grievant of
any Union representative or sieward knew. o throvgh reasonable diligence shauld have known of
the:-cause ofthe: guevance

Sectioni Six, The Griéviance Procedure,

Step.I; Agency Head or Designee. A grigvance shall be submmed to “the Agency Head ordesignee
within the thitty (30) day period specified in Section Five. Such Agency Head or designee shall
meet with the Union feprésentativé and/ol the grievant. within ten (10) days of receipt of the
grievance and fssug & vinitten responss within ten (10) days after guch meetmg

Step IL The Office of Labor Relations. The parties acknowledge. that orderly -administration of
the coritract grievance pmcedme requires-the Undersecyetary for Laber Relations to play an active
role ifi the cohiract. grievanee procedine. Actordingly, no grievance shall be deemed ripe for
subinission to abitration amless diid uitil the Unde;secnetmy for Tabor Relations has hid an
oppommﬂy to resolve the grievance, AR uny esolved, grievance nay bg appealed to fhe
Undersecrctary for Labor Relations withip twenty (20) days of the date of the Step T responge.
Said Undersecretary or his/her designee may hold a eanfersnce within sixly (60) days of receipt
of the: prlevance and isstie a written.résponse within fifieen (15) days of the confeience,
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Step 111, Asbitration, Within fotizteen (14) days after the Employer’s answei"is due at Step If or if

1o conference is held within sixty (60) days, within fourteen (14) days after the expiration of the

sixty (60) day period, ov within fourteen (14) dsiys of the union’s teceipt of the step I1 answer.

an unresolved grievance may be submitted to arbitration by the Uhion or by the State; but not by ;
an‘individual employee(s), except thaf individual employees may subimit to arbitration i cases of
dismissal or suspension of moré than five (5) wmkmg days, and shall bear half the cost of 5
arbitration aiid associated expenses,

Seetion Seven: For the purpose of the-time limits herentider, *day” mieans calendar day uiiless
otherwise specified. The parties by mutual agregment may extend time limits or walve: any or all,
of the steps heretnbefore cited.

Section Eight. In the event that the employer fails to apswei a grievance within the tifie specified,
the grievance may lie processed to the next highet level and the same timg imits therefore ‘shall
apply as if fhe employer’s-answer had been filed timely on thatlast day. The giievaint dsseits to
the last attemp;ed resolution by fatling timely to appeal timely said decision or'by accepting said

decision in writing.
Section Nine. Arbifration,

(&) The parties shall.establish.a panel of three {3) arbitrators from which # specific arbitrator shall
be selected-ofi a rotational basis, Nmmaﬂy, arbitrators shall be scheduled to hear arbitration cases
filed for hgaring on .4 rotating basis, by alphabencal order, unless the garties agree to the contrary
in any case, The expenses for the a!bmatm § service- and for the hearing shall be shiared equally
by the State and the Union, or in dismissal or suspetision cases when the Uiion is hot 4 party, one-
half the cost shall be berne by the State and the other half bythe party submitting to arbitration.

A paxity r'usmg ‘an issug of arbitiability shall do so by notifying the other party at least seven
{(7) ivorking days in advance of the sehediled hearing. Such nictice Feduireinent shfﬂi be
waived in instances of new evidence discovered during the arbitration hearing, except: that
in fthis event, the responding part may defer hearing the arbitrability for7-days,

On grievanges when the qiestion of arbitrability las been raised by either party as.an issue prior
to the actual appqm’m:em of an mrbitratot; A separate arbitrator shall be Appointed at the requestof -
either partyto determing the issue of afbitrability,. Whether or not a sepagate arbitr ator has
| beest Appoxnted for arbiteability; upon_request of either party, the hearving shall he

(b) The arbitration heating shall inot follow the formal mles of gvidence unléss the parties agree in
advance, with-the concurrence of the arbitrator at or priorto the time of his/her appointment. In
cases of dismissals, demotions or suspension in excess of five (5) days, the parlies shall request
the arbilrator o niaintain & recokding of the hearing testimony. Costs of transeription shall be
barnie by the 1et]ur,stmg party, A parly réquesting a stegographic, n'mscupt shall ariange for the
stenographer and pay the cost (hereaf, The State will continue its practice of paid leave time: for
witnesses of either party.
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() The arbitrator oy arbitration panel shall be limited to the application of the provisions of this
Agreement; shall have no power to add to, subtract from, alter, or fiodify this Agréement, not to
grant to-either party imatters which weré ot obtamed in thie bargainihg procéss, 161 1o imipost gty
remedy Ox right of teliel for any period of tirie priof (o the effective date of the Agreemert, not to
grant pay tetigactively for more {han hixty (30} calendar duys prior to the date & grievance was
submitted at Step I

The arbitrator's decision shall be final and binding on the parties in aceordance with Conniecticut

* Ceneral Statutes § $2-418, provided, howevér, fieither the submission of questions of arbitrability
to iy aibitrator in thie first istandenor any. voluitary subinission shall be deemed to diminish the
scope of judicial review over arbitral -awards, inchuding awards on competent jurisdiction to
construe any such award ay contr aveumg the pubhc interest.

'The parties may, by mutial apreeinent, donsolidate for hearing by a single arbitrator twa (2)
Or moré grievances ayr mng out-of the sime or snmhr fact situations or involving the same
isguss of confractinter pr ct'lhon oy both, :

Either party, upon written notice to the ofhier, between March 1sf and March 31st of each
contract year may remove an arbitrator(s). By July Ist the parties will have s reconstitited
pmitually agreed wpon paiiel of thiee (3) arbitvators for the succeeding year. The parties may
waive the July 1 date by written agreement,.

Section Ten. Notw1thstandmg any cotitraty provision of this Agreement, the following matteis
shall.niot be subject.to the: grievance o arbitrativn piocediire:

(a) Dismissal of employeés during the initial working testperiod;

(b) The decision to lay off, or nen-disciplinary tésinination of emplOyees, provided that the
eriiplégyer. shall provide the Umon Upon regoest, Sttppm‘tl\le dataregarding the decision to lay off:
(&) Coiripliance with health and sufity standards covered by Comecticut OSHA;

(d) Selection of Interviewees for job vaeaneies;.

(€} Any incident-which oceuwred or failed to ocewr prior to the effective date: of this Agreginent;
{f) Those itherent managerént sights not restiicted by agpecific provision. of this Agreement;

(g) Dlsputes over claimed unlawful diserimmation shall be-subjeot to the grievance proceduze but
shall not- be arbitrable if @ comiplaint is filed with the Comunission. on Human Rights and
Opportunities wrising from the same comumon nucleus of operative fact.

Section Eleven. The conferences of thie grievance piocedure and. arbitvation heatings shal] e
closed to the publieunless the parties mutially agree otherwise,




The State reserves the right to add to, amend, o withdraw proposals. The State resexves the right
to submit counterproposals at any tinie.
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Section One, The working test period for Program Supervisors shall be six (6) months.

Section Two, Within ten (10) days preceding the termination of the working test period, and at
such ofher {imes as the Commissioner of Administrative Services deems appropriate, the
appointing authority shall report to said Commissioner of Administrative Services whether such
emplayee is able and willing to perform his or her duties in a.mantiet so as to metit permanent
appointmeit, '

Section Three. At any time during the working test period, after fair trial, the appointing authority

may remove any employee if, in the opinion of such appointing -authority, the working test
“indicates that sich employes is wmable or unwilling to perform his or her duties so as to merit

contimyance i sach position and shall report such removal to the Commissioner of Administrative

Setvices, The name of sy employee so removed, but who is considered by the Commissioner to

he suftable for employment in some other department, agency ot institation, may be restored to
" the candidate list if such list is active,

Section Four. Any employes who has served part of a working test period in a position in the
classified service who is appointed to, and serves part of a working test period in, a position in a.
higher classification in a field of wotk ditectly related to his or her prior position, from which new
position he or she is dismissed, shall, at bis or her option, be reappointed to the position which
such employee first had and his ot her service in.the working test period for such first position
shall be deemed to include the time spent in the wotking test pexiod for the higher position.
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“HOURS OF WORK AND WORK SCHEDULES

Section One. Standard Workweek (Excludmg Careline). The standard workweek for full-time
Program Supervisors, excluding Careline, is Monday through Friday, 8:00 a.m. to 5:00 p.m. with
a one hour hunch,

Section Twe. Requests foxr Modification. Employees who wish to modify their existing work
schedule may submit a work schedule request form to their manager, Employees may réquest &
woik schedule that begins no earlier than 7:30 amh, and ends no later than 7:00 p;m., With a Iunch
period of 30 minutes, 45 minutes, or one hour. Employees may not elect to forego a lunch period,
and must includein their request a speeific Iunch period close to the middle of the shift. Schedule
modification requests will be reviewed against the heeds of the Employer and requests of other:
employees. Requests shall not be unreasonably denied. Denials of requests for modification of
work schedules shall not be grievable or arbitrable.

In the event that multiple requests are. made for the same schedule within an office and not all
requests can be accommodated, determination of who will be granted the schedule will be made
based on. seniority, as-defined in Article -, Any schedulerequest that is denied will be returiied
to the employee with the reason for denial and information on which, if any, schedules outside of
the standard work schedule are dvaildble,

Once granted, the requested. schedule will remain in effect until either the requester or the
Employer makes a change. If operational needs can no longer be niet with the modified schediile,
the employee will be advised of the §chedules that could be accommeodsted, including the standard,
workweek set foith in Section One. The employee will be given rio less than 2 weeks® notice of a
.change in wotk schedule. Work schedules are based on the needs of an employee’s cuitent.
assignment and location, Any change in assignment or location may require a change in work
schedule, :

THESE PROPOSALS SHALL REMAIN OPEN

Section Three. The agency will form a committee. (like Jabor management) with. each of its
unions to discuss work schedule, telework and flexibility issues. With the agreement of Union
representatives, commitiees may operate cross bargaining units,

There shall also be a Statewide, Telework Committee. The purpose of the Committee 1$ to
create. policy and policy guidance to- agencieb regarding telework policies and implementation
thereof. Areas of gufdance include ensuring, consistent standards, disability accommodations,
performance measurements, agency closures, and management training, The Committee shall
be comprised of an equal and mutually agleed upon number of members appoliited by the
SEBAC Leadership, #nd represeiitatives of management, which shall include the Director of
Statewide Humnian Resources and other such designiee of the Commissioner of DAS, and
members of OLR. The Committee shall be cochaired by the Undersecretary of OLR or his/her
designee and a representative of SEBAC. The Committee shall commence with meetings no
lates than 60 days following ratification of the Agreements.
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Current practice will remain until parties meet and agree otherwise or changes accur through
facilitation and or arbitration. Fach commitiee shall begin its work no later than 30 days
following ‘the ratification of this agieement, and shall provide an injtial report to. the Statewide
Comimittée régarding the qneetings held and information relevant to the issue of telework,
-as defined and requested by the Statewide Commiittee,

Up to six members (equal on each side) on the committee. Union staff, and the Office of Labot
Relations, shall serve as ex officio participants on the cominittee until & policy accefitable to
both parties has been: created.

schedule,l,ssties The Fac;lxtatm shall be avaﬂable to 1esolve such mattors as Submitted by the
parties. The Facilitator shall wotk with the committees to establish AWS, Compiessed
Scheduling, and Telecommuting Policies acceptable to both perties. Ifthe parties are unable
to agree to such policies within 90 days of the commencettient of Statewide Cominitice
‘meetings, either parly may ihvoke interest arbitiatiofi on this issue. In such arbitiation, it shall
‘be agreed npon langudge that:

(1) Any policy shall consider the légitimate opetational needs of the affected agencies as well
as the interests of the affected employees.

(2) The determination of the employer to deny arequest for AWS, Compressed Work
Schedules, and Telecommiting shall be arbitrable, but shall first be submitted to the
joint-comimnittee and the Facilitator for 4 recominended disposition,

(3) Current contract language on AWS and. Flex sehedulmg shall be agreed upon language unless
o bargaining unit agrees otherwise and/or proposes alternative Ianguage in the arbitration.

If the inabilit'y to reach ag,l'wment involves more. . than one bmgaining unit and/or more than
ohe ageéncy, prior to the arbitration(s) being scheduled, the parties shall confer to determine
the best way to achicve their mutual interest in expeditiously estabhshmg a fair and effective
policy applicable to those units and/or agéncies.




i |
et e

w[Alb
THESE PROPOSALS SHALL REMAIN OPEN

Section Four, Careline Workweek. [Language to-be negotiated]

Section Five. On Call (Careline). In order to ensure that there Is coverage -of the Careline 24
hours a day, 7 days a week, Propram Supervisors assigned to the Careline will work a one-week
on call schedule to be rotatéd amoeng all Careline Program Supervisors, The on call schedule will
tun from Friday through Thursday. Compensation for a Careline Program Supervisor during an
on call week shall bé § houirs of compensatory time:

Section Six. On Call (Excluding Careline). Program Supepvisors (excluding those assignc_ﬁd'to
Careline) shall be .available to provide direction and guidance without any additional
compensation,
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SERVICE RATINGS

Seéction Ome. All Program Supervisors shall receive an annual evaluation within three months
prior to the employee’s annval incrément date. For employees with a Jantary. Al date this will be
October-1; employees with a July Al date, April 1. Service ratings may beissued: (1) during any
working test period, (2) when the employer wishes to arpend a previously submitted less than good
fating dve to marked 1mp10vemcnt (3) and at such other times as the appointing authority deems
that the quality of service 6f a Program Supervisor should be recorded.

‘Na second “unsatisfactory” rating shall be given until the employer has ifplemented & remedial
plan, i.e., performance improvement plan (“PIB™), which specifically identifies the deficiencies
and the steps the- cmployec needs to take fo cure the deficiencies, The remedial plan minst be in
place for at least six (6) months before the employer issues another service rating. The Employer
retains all other contractually or statutorily permitted mechanisms for assessing employee
potformance. Any files maintained concerning interim conferences shall be in the form of
supervisory notes and shall ot be on the established rating forin,

Section Two. A service rating will be conducted by the managentent designed familiar with the
Program Supervisor’s performance in his/her current job assignment.

Section Three. There shall be two overall ratings: “satisfactory” and “unsatisfactory.” Ratings
of “fair’ in two (2) categories that make up the ovetall ratings and/or “unsatisfactory” in one (1)
or more categories that make up the overall ratings shall constitute an overall Ia’:mg of
“ynsatisfactory,” Any other combination of ratings shall be considered an overall rating of
“satisfactory.”

Section Four. A Program Supervisor may only appeal dn overall evaluation in which the
evalnation was other than “satisfactory.” The evaluator beats the burden of demoristrating the
appropriateness of sald evaluation,

Section Five. The service rating form remains a negotiated document,
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STATE OF CONNECTICUT N\M/
DEPARTMENT OF CHILDREN AND FAMILIES 4 a-/t | {b
PROGRAM SUPERVISOR 1 !
PERFORMANCE APPRAISAL
Bargaining Unit - Local 3418
Type of Service Rating
O Inittal Probationary 1 Annual 1 promdtional [l Other {Specify}
Employee Name Perlod Coverad '
Division Department Date of Last Rating
Instructions:  Evaluate the employee onthe job being performed during the currentrating period,. Check the box In the space

above the hotizontal line which mast glosely colncides.with yoiir overalf assessment on each job element. The
care and accurady with which this appralsal js made will determine Its value to you, the employee and the agency:
Do not create rating subcategaries.,

Unsatlsfactory

Satisfactory

Job Elements py - : .

Excallent Good Fair Unsatisfactory
Knowledge of Worli/ o = ] [
Professionaj
Development
Measures employee's Thorough knowledge Knowledgeable In most || Basic grasp of essential | Marginal grasp of
demenstrated Job of all aspects of woirk, | phases of widrk. Can knowledgé required to | essential knowledge

relevant knowledge and
essentlal skills, such.as
work practlces, policies,

Can'perform without
assistance. Regulayly
saeks out tralning or

perform with little or
ho asslstance.
Sometimes seiks out

perform the job,
Requires some
instruction and -

reguired-to perform

the job. Raguires much

struction and

pracedures, resources, as | professional training or professional || guldance, Seltiom guidancé. Rarely seeks
well as the relationship of | development development seeks out trainlng or out training or
work to the departiment’s | opportunities, opportunities. professional professional
mission. Also measured develépmeént ‘developiment
are the employee’s self-. opportunities. opportlnitjes.
Improvement efforts to

enhance skills and

kiowledge,

Quatlity of Worl(/Wark Il (| O (]
Habits .

Measures employee’s Exceptfonally accurate. | Work Is complete, well || Work sometiimes - Work generally

pérfarmance relative to
&fficient methods of
opeiation, conduct,
pdlicies and procedures.
Also measures the
nedtiness, accuracy,
thoroughness, and
dependability of resuits,

worker; Consistently
superior jn all phases
of this category, Work
reflects maximum
innovative Use &f tirhe
and resources to

‘consistently surpass

expectations and
Improve operations.

presented and
accurate, Seldom
needs revisions and/or
correctjons.

Rarely repeats
mistakes. Work-is
planned to meet
routine yolume and
timeliinets and usyally
fulfitls operational and
customer service
reeds,

requires revisions
and/or corrections.
Sometimes repeats
mistakes. Sometimes
has difficislty adhering
to poliey and
procedures,
Sometimes lacks
organjzation and
planning of work-and
does riot adeduately
use available
resources,

requires revisians
and/or corrections.
Often tepeats
fnistakés. Repgatedly
has difffeulty adhering
to policy and
protedures,
Frequently lacks
organization and
plannihg of work and
does not adequately
use-available
resources.
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Leadership/staff
Management

O

B

[

0

Measures [eadershlp,
judgment, and
achlevement of
expectations. Measures
employee’s promotlon of
collaboration,
commitment to diversity

Committed to and
promotes excellence;
leads by examnple
energlzing
performance and
teomwork. Acts as a
posttive change agent.

Promotes and
malntains teamwork.
Provides staff with
constructive feedback,
mentoring, and
recognltion,
Sometimes exceeds

Sometimes lacks
Jeadership In
promoting teamwork
and tnclusiveness, and
sometimaes falls to
direct, train, and
monitor staff.

Frequently lacks
leadership in
promoting teamwork
and incluslveness, and
fails to direct, traln,
and maonltor staff,
Often fails to meet

and inclusiveness and Regularly exceeds expectations, Sometimes falls to axpectations.
proactive actions to expectations, ' meet sxpectations.

prevent/address all forms .

of discrimination, '

Cooperation 0 O Ll 0
Measures employea’s Consistently promotes | Usually Interactsina Sometimes has Often has difflculty
development and and maintalns a cooperatlve manher, difficutty getting along | getting along with
matntenance of a positive | harmanious and and avolds disruptive with others and shows | others and shows a
and constructlve productive work hehavior by dealing areluctance to refuctance to
relationships, environment, and Is with conflict and cooperate. coaperate.

viewed as a respected
and trusted role model,

frustration
appropriately,

Initiative

Measures the extent to
which the employee is
self-directed and
resaurceful in performing
fob dutles. Also measures

Analyzes full dimension
of complex problems.
Consistently resolves
unit/team problems
and promotes

Addresses existing and
significant potential
problems. Suggests or
assists In developing
solutions individually or

Resolves rautine and
sometimes more
complicated problems.
Exhibits some Initlative
in identifying

Resalves routine
problems. Exhiblts
little inltiative In
identifying problems,
solutions, or

performance In improverments. in a team setting. problems, solutions, or | improvements and/or
identifying and resolving | Requires minimal Carries through improvements andfor | working proactively as
problems, following supervision, solution with routine working proactively as | a member of a team to
through on assignments, supeyvision. a member of a team to | address concemns.
and initlating ideas. address concerns, Requires frequent
Requires more than supervision.
routine supervision,
Communication [ [ O 0
Measures employee’s Consistently Usually communicates | Sometimes fails to Often falls to

performance in
exchahging information
with others, Including
fistening, speaking,
writinig, presenting and
sharing information.

rommunicates In clear,
effective, timely,
conclse, and organized
manner. s effective
and persuaslve in
presenting ideas aither
verhally or tn writing.

In clear, effective,
timely, contise, and
organized manner,
Speaks and wites
clearly.

communicate
effectively orin a
timely manper.
Sometimes lacks clarity
of expression elther
verbally or in writing.

communicate
effectively orina
timely manner, Often
lacks clarity of
expression either
verbally or In writlng.

Dependability 0 _ ] i W
Consider the ability to do | Extremely rellable. Can Rellable. Needs Sometimes unreliable. { Often unreliable.
assigned tasks on he depended upon to average superviston, Requires more than Reguires conslderable

schedule under normal
clreumstances with a
minimum of supervision
and whether the
employee can be refied
upon to report for work
regularly, to be on time
and to adhere towork
schedules.

perform job well with
minimal supervision.
Attendance is
excellent,

instruction or direction
to perform assigned
duties, Meets
acceptable lavel of
punctuality and
attendance.

average supervisory
instruction or direction
to perform, Some
fmprovement
necessary with
tardiness and/or poor
attendance,

supervisory instruction
ot directlon to
perform. Conslderable
improvement
necessary with
tardiness and/or poor
attendance.




@N‘/\% é wd/

OVERALL EVALUATION OF EMPLOYEE:

L3 satlsfactory Employea has met the requirements of the position through consistent perfermance. The
employee must not have any “unsatisfactory ratings” In any Job element dr arating of "falr” In two
oy more job elements.

I1 Unsatlsfactory Employae has falled to meet the requirements of the position. The employee imust be rated
“unsatisfactory” in one or more job elefments or “falr” intwd or more job elements:

RATED BY: SIGNATURE: TITLE DATE
APPROVED BY: SIGNATURE; TITLE | DATE
EMPLOYEE; SIGNATURE; TITLE - DATE

In years where an annual Increment s pald, an employee’s'annual Increment may he denled for an overall rating of
unsatisfactory,

NOTE TO EMPLOYEE? Your sigridture conflrms that you-hove seeén the report ond discussed it with yoir supervisor. It does
not indicate your agreement with or approval of the rating:
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SENIORITY

Section One.
(a) Seniority is defined as an employee’s:length of uninterrupted State service.

(1) A Program. Supervisor’s sendority shall accrue during the followmg petiods, whﬂe-

employed by the Department of Children and Families:
(1) War service;
(2) Granted military leave, _
(3) Paid leave;
(4) Workers’ Compengation;
(5) Unpaid sick leave, disability, family emergenoy due to iliness, and authorized
leaves of absence (provided that the Program Supervisor returtis fo work
JImmediately following the leave);
(6). Non-disability matermty ledve of up to six (6) months;
(7) Layoff, to a maximum of twelve (12) months or the length of the Program
Supervisor’s service, whichever is legs, if reemployed within three (3) yeats;
(8) Union leave of any length; and
(9) Sick leave bank time.

For part-ﬁme Program Supemsoxs, sendority will be pro-rated. in accordance with the. number of

“hours worlced,

Section Two. Seniority shall not be computed until after the Working Test Period, retroactive fo
daté of hire.

Section Three, Semonty shali be deemed broken by: {g) termination of employrient caused by -

resignation, dismissal or retirement; (b) failure to réport for five {5) working days without

anthorization unless the Program Supetvisor provides a valid reason for not notifying the agency; .

ot (c) aty other termination not in good standing.

Credit for seniority up to a bregl in service will be granted fo any Program Supervisor with
.permanent status- who is reemployed within one (1) year- afier termination in good standing,
incliading reetployment from retxrement

Section Four. Sentority lists shall be maintained electromcally with Octobey 1 the- target date for
" completion of sentority lists. :




The State reseeves the vight to add o, amend, or withdraw proposals. The State reserves the right
i submil counterproposals alany time,

VACATION AND PERSONAL LEAVE.

Section One. Vacation leave with pay is granted to full-time, permanent Program Supervisoss,
at the rate of one and one-quarter (1 ) wortk days per month, for a.total of fifieen (15) days per
yedr. Bach “day” will be computed at elght (8) houts. Such Program Supervxsols are eligible to
begin taking paid vacation afier completing six. (6). months of service. Eligible P1ogiam
SUperwsms eriployed on less than a full-time basis earn vacation leave for continuous service
progated in proportion to the amount of time autually woiked, Requests for vacation and
personal leave should be made to management 4s far in advance as pogsible, Such réquests wilt
be.approved based on the opeiating needs of the agency.

Section Two. In addition to these vacation acciuals, Program Supervisors will accfue one

‘additional day of vacation leave for each year of service after twenfy (20) years of service as

follows:

21 years of service: | additional day:

22 yeats of service: 2:additional days.

23 years of service: 3 -additional days.

24 years of service: 4 additional days.

25 or more years of service: 5 additional days.

This additional vacation leave is awarded on January 1 for the coming year. The maximum
accrual shall be 120 days. The maximum accroal for Program Supeivisors hived after April 1,
2018 shall be 60 days Né vacation leave shall acerue foi atiy calendar month in which a
Prograt Supervisor is ofi leave of abserice without pay for an aggiegate of more than five (5)
working days,

g I : T ———

Section Three. I’exsonal Leave, In addition to vacatmmme, PEIHIANeAT Program

Supervisors who have completed six (6) months of cortinuons seivice aie allowed thiree (3)
personal lgave days per calendar year, Part-titie Program Supervisors who have completed six
(6) months of service receive pro-rated personal ledve based on the ration of the Program
Supervisor’s work schedule, These days may be used for personal busmess, including "the
observance of teligious hohdays Personal Leave days do not accumulate from year to year;
therefore theiy ‘must be used by December 31st of each calendat year,
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ARTIGLE 27
HOLIDAYS

Section One. Full-time employees shall réceive twelve (12) paid holidays as follows: New
Year's Day; Maitin Luther King Day, Lincoln's Birthday, Washington's Birthday, Good Friday,
Memorial Day, Independence Day, Labor Day, Columbus Day, Veteran's Day, Thanksgiving Day,
Christmas Day, or a day designated by the State to be observed as a holiday in lieu thereof.

Scction Two. Unless superseded in this Atticle, the provisions of Section 5-254 C.G.S. '
and the apputtenant regulations shall continue in force.

Seeﬂm%wee—@%%mw@aﬂaﬂmﬁﬁh&ay—@)&eh%ﬂﬁepm%mpmr '

eventthe omployeeshallreceiveaoco m@eﬂsate}yé&yétlﬂ&-aédﬁen—te-sue‘fmveﬁme—pay-
—{b}%aelﬁaﬁ—ﬁm&mme&%embyee%sw&eqaﬂ%%fm&eﬁeweﬂemm

' ctxon Five. At the DCF Cateline, in continuous operatmns egeinfull-time employee

whose job réquiveschim/hier to work on New Year’s Day (Janunary €morial Day, Independence
Day, Labor Day, Thanksgiving Day.a) simber 25) shall receive premivm pay
in liew-of compensatory time, Such prem shall be at time and one-half the employee's

daily rate, in addition to lns/ww Week ) '
If the employae w1shes to.4ekE compensatory time off in heu of the holiday-pay, such shall be
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- ARTICLE __~FAMILY LEAVE

Family medical leave for bargaining unit employecs shail be govetried by federal law and the
provisions set forth in Conn, Gen. Stat, § 31-51kk, et seq.
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: ARTICLE
SICK LEAVE

Seetion One. Each employee shall accrue sick leave af the rate of one and one-quarter (I-
1/4) days or the equivalent per completed calendar month of continuous full-time service, mchiding
authorized Jeave with pay, provided that: :

() Such leave starts to acciue ohly on the fitst working day of the calendat month and is
credited to the eligible employee on the completion of the calendat month. _

(%) An eligible employee-employed on less than a full-time basis shall be granted leave in
proportion to the amount of time worked as recorded in the attendance and leave records.

(3) No such leave will acerue for any calendar month in which an employee is on leave of '
absence without pay an aggregate' of more than five.(§) working days.

(4) Sick leave shall accrue for the first iwelve months in which an employee is receiving
¢ompensation benefits in accordance with Seotion 5-142 or 5-143 of the Geneial Statutes:

Section Two. The appointing authority shall giant sick leave:to the eligible emplayce who
is incapacitated for duty, During such leave, the employee is compensated in full and retains
his/her employment benefits. Such leave shall not be granted for periods of time during which the
employee is receiving compensation in accordance with Section 5-142 or 5-J43 of the General
Statutes, except to the extent permitted by said Sections or for recuperation ffom an iliness or
injury ‘which is directly traceable to employment by an employer cther than the State of -
Connecticut, '

Settion Three, An éligible employee shall be granted sick ledve:

(a) for medical, dental, or eye examination or treatment for which arrangement cannot be
made outside of working hours; ' ‘

{b) in the event of death in the immediate family as much as three (3) working days leave
with pay shall be granted. Immediate family ineans spouse, father, mother, sister, brother; or child,
and also any relative who is domiciled in the employee's household es-aiy-person-for-whe-the

. Y . aoidF it . . ; ‘...‘ . " t:’. . éy’e']‘—;fas*ef o 'Iiﬁty;
' () forillness or injury of a member of the immediate fanily, as defined above provided
that not more than ten (10) days of sick leave per calendar year shall be granied therefor;

() for going to, altending, and returning from funerals of persons other than members of
the: immediate family, if’ permission is requested and approved in advance by the appéinting
authoiity aid provided that not mbre than three (3) days of sick leave per calendar year shall be -
pranted. therefor.

Sick time-utilized under a, b, ¢ and d above shall ot count as an-occasion.

Seetion Four. (a) In yeviewing an employee's record to determine whether a sick leave
usage problem exists, the Employer shall consider the following factors:

1. ‘the numnber of days takeén, and niimber of occasionis
2. patteins of usige ’

3. the-employee's past record




4. the reasons for sick leave use
5. extenuating circumstances

{b) -An occasion of sick leave is defined as any one continuous period of unscheduled
absence for the same reasons. However, a reoccwrence of illness stemming from a premature
return to work resulting in additional sick leave usage shall be considered as an extension of the
original occasion provided such is verified by a physician.

- Sick leave taken in the event of death in the immediate family shall not be considered an oceasion
of sick leave.

An occasion of absence shall not in and of itself carry any stigma or subject the employee to
disciplinary action,

For the purpose of preparing service ratings, the number of sick time occasions shall not be
considered in isolation; rather, the entire attendance record shall be considered, including those
factors specified in (a) above.

Section Five, Medieal Certificate. (2} Anacceptable medical certificate (currently Form
33) signed by a licensed physician or other practitioner whose method of healing is recognized by
the State, will be required of an employee by his appointing authotity to substantiate a request for
sick leave for the following reasons:

(1) any period of absence consisting of more than five (5) consecutive working days;
(2) to support a request for more than two (2) days of sick leave during annual vacation;

(3) leave of any duration if absence from duty occurs frequently or habitually provided the
employee has been notified that a certificate will be required;

@) leave of any duration when evidence indicates reasonable cause for requiring such a
certificate.

(b) The employer may provide a State physician to make a further examination,

Section Six. Advance and Extended Sick Leave. (a) No sick leave in excess of the leave
accurnulated to the employee's credit may be granted by the appointing authority unless approved
by the Commissioner of Administrative Services, Such authorization shall be granted only in cases
involving extended periods of illness or injury. In requesting an advance of sick leave, the
appointing authority shall submit the following facts for the consideration of the Commissioner:

() the length of state service of the employee

(2) the classification of the employee

(3) the sick leave record of the employee for the current and for the four preceding calendar
years .

(4) a medical certificate which shall be on the prescribed form and which shall include the
nature of the illness, the prognosis, and the probable date when the employee will return to work,

(b) No advance of sick leave may be authorized unless the employee shall have first
exhausted all accrual to histher credit for sick leave, personal leave, earned lieu time and for
vacation leave, including current aceruals. No advance of sick leave may be granted unless an
employee has completed at least five (5) years of full-time work service. If approved, such




extension shall be on the basis of one (I} day at full pay for each completed year of full-time work

service. In no case shall advanced sick leave exceed thirty (30) days at full pay.

(¢) Any such advanced sick leave as may be granted by the Commissioner of
Administrative Services shall be repaid by a charge against such sick leave as the employee may
subsequently accrue. Upon the employee’s return to duty, one-half of the employee’s monthly

sick leave accrual shall be deducted for the re-payment of the advanced sick leave (e.g, if an

employee would otherwise accrue ten (10) hours of sick leave for a month, the employee shall
accrue five (5) hours of sick leave and the other five (5) hours shall be applied to the amount of
advanced sick leave owed). :

{d) Anemployee who has at least twenty (20) years of state service and who has exhausted
his/her sick leave and his/her advance of sick leave may be granted extended sick leave with half
pay for thirty (30) days upon the appointing authority's request and subject to approval by the
Commissioner of Administrative Services. .

Section Seven, Miscellaneous. (a) A holiday occurring when an employee is on sick
leave shall be counted as a holiday and not charged as sick leave. When a full day off is granted
by the act of the Governor, an employee on sick leave shall not be charged as being on sick leave,

(k) An employee laid off shall retain acerued sicl leave to his/het credit pz'ovide;j he/she
returns to State service on a permanent basis,

(¢) An employee who has resigned from State service in good standing and who is
reemployed within one (1) year from the effective date of his/ber resignation shall retain sick leave
accrued to his/her credit as of the effective date of hisfher resignation.

(d) Following exhaustion of sick leave, an employee may request an unpaid medical leave
of absence. Such request shall not be unreasonably denied in cases of leave of absence of up to
thirty (30) days. Extension of the leave of absence beyond thirty (30) days shall be at the sole
discretion of the Employer. An employee who is granted a medical leave of absence, including
such a leave for maternity disability, shall not be required to exhaust accumulated vacation or
personal leave prior to beginning the leavs of absence withoul pay.

(¢) From time to time, on an as needed basis, Local 3419 bargaining unit members may
donate their accrued vacation, personal leave and/or sick leave to a member of the bargaining unit
who is saffering from a long tevm terminal illness or disability. is-absent-fer-30-or-more
wotkdays;-which-need-not-be-censeeutives due-to-a-singlo-iliness: No employee may donate more
than five (5) days of sick leave in a calendar year, Fhis-provision-supercedes-the-managers™sick

Section Eight, All agency rules and policies on sick leave for employees of this bargaining
unit shall be consistent with this Article.

Section Nine. Upon death of an employee who has completed ten (10) years of State
service, the Employer shall pay to the beneficiary one-foutth (1/4) of the deceased employee's daily
satary for cach day of sick leave accrued to his/her credit as of his/her last day on the active payroll
up {o # maximum payment equivalent to sixty (60) days pay.

Section Ten. An employee who retires under the provisions of Chapter 66, C.G.S., shall
be compensated, effective as of the date of his/her retirement, at the rate of one-fourth (1/4) of
his/her daily salary for each day of sick leave accrued to his/her credit as of his/her last day on the
active payroll up to a maximum payment equivalent to sixty (60) days' pay. Such payment for




accuinulated sick leave shall not be included in computing retirement income and shall be charged
by the state comptroller to the department, agency or institution in which the employee worked.




Article
CIVIL LEAVE AND JURY DUTY

Section One. Civil Leave. (a) If an cmployee receives a subpoena or other order of the
cowrt requiring an appearance during regular wmkmg howrs, time off with pay and without loss of
earned leave time shall be granted. This provision shall not apply in cases where the employee is
a plaintiff or defendant in the court action.

(b) If a court appeatance (not jury duty) is required as part of the employees assignment,

time spent shall be considered as time worked. Hthe-appearancerequires-the-employee's-presence
MQWWMM%%%WWW

Section Two, Jury Duty. An employee who is called to serve as a juror will receive
histher regular pay less pay received as a juror for each work day while on jury duty. This
provision shall not apply to "on call" jury time when the employee is able to be at work,

Upon receipt of a notice to report for juty duty, the employee shall inform the personnel office
nnmedlately The Employer may request that the employee be excused or exempted from jury
duty if, in the Employer's judgment, the employee's services are needed at that time.

Time spent on jury duty shall not be considered time wotked for the purpose of completing a
working test period or trainee requirements.




The State reserves the right to add to, amend, or withdraw proposals, The State reserves the #ight
to submit counterproposals at any time.

State’s Counterproposal 11,9,18 ’r@u/ l%/

i ‘ z } 1§ ARTICLE __—~MILITARY LEAVE

A full-time permanent employee who is 2 member of the armed forces of the State or any
reserve component of the armed fotces of the United States shall be entitled to military leave with
pay for required field training, provided such leave does not exceed three (3) calendar weeks ina
calendar year. Additionally, any such employee who is ordered to active-duty as a result of an
unscheduled emergericy (natural disaster or civil disorder) shall be entitled to military leave with
pay not to exceed thitty (30) calendar days in a ¢alendart year, During such leave the employee’s
position shall be held, and the employee shall be credited with such time for seniority putposes.

Other requests for military leave may be approved without pay. Nothing in this Article
shall be constined to prevent an employee from attending ordered military training while on
tegularly scheduled vacation, Employees may use accrued leave to attend other military functions
such as drills or parades. '

The provisions of this Article shall supersede Sections 5-248(c) and 27-33 of the
Connecticut General Statutes and the appurtenant vegulations but shall not supersede the. federal
USERRA (Uniformed Services Employment and Reemployment Rights Act).




The Stare reserves e cight foadd to, mmend. or withdraw proposials. The Slale reserves thie eipht
ter stebanib comterprapasals @i any tine.

NO S’I'RIKEINO-LOCKOUT

Section One. Neither thé Union not any cmployee shall engage in, induce, support, encourage;.

or condone a strike, sympathy stiike, work stoppage, slowdown, coticerted withholding, of
sevices, sickout, or any interferetice with the mission of sy State Agericy,

Section Two, The Union shall exert its best efforts to prevent or terminate aiy viglation of
Section One of this Article,

Section "Lhiree. The Employer agréed that during the 166 of this Agreément there shell be ho

l"r"ok G 5//9//5
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C@WW State’s Counterproposal 11.9.18 %

The State reserves the right to add to, amend, or withdraw proposals. The State.reserves the tight
to subimit counterproposals at any time,

W ’I%W@‘

} M ARTICLE - PERSONNEL RECORDS

The provisions of C.G.8, § 31-128a, ef seq. shall apply to employees covered herein. |




The Stare resebves the vight W udd to,amend, or withdvaw proposals. The State weserves (he right
(o submil connbarpropusals al any tHowe,

LABOR-MANAGEMENT COMMITTEE

Section One, To facilitafe communication between the parties and to. promate a climate
conducive to constructive employee relations, joint labor-management cormitices may ‘be
established at the agency level to disouss the imiplementation of this Agreemeént and other
matters of mutual fnterest. Such committees shall include. up to three (3) representatives of
gach party, Among the matters which this comumitiee may review are affirmative action
matters, employee productivity, flexible work schediles including the identification and
developmeént of pilot programs desighed to test thie feasibilify of this concept, safety and health
issiies and other issucs peitaining to the provisions of this Agiéenicnt. Reproseititives of the
Office of Laboi Relations and the Council 4 may participate in suchmeetings,

Seetion Two. Labor-tanigement commnitice meetingd may be requested. by either party and
shill be schediled at a mutually convenient time as soon as practicable. .Agenda items may be
submitted by-either party, and if practicable, one (1) weelk in advance-of 2 meeting.

Section Thiee. Approved timie spentin such meetings shall neither be charged to leave credits
nor considered as overtime worked.

Section Four. Labor-matiagement cormitiees shall have no authority to negotiate agreommetits,
but may exchange lettets of understanding and/or-approved meeting minutes.

o AMG Sl
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The State reserves the right to add to, amend, or withdraw proposals, The State reserves the right
to subinit cowderproposals at any time.

TRAINING

Section One, The Employer recognizes that ceriain bepefits acerue both to the State and the
employee through participation in continuing education activities, including atiendance at
professional conferences and seminars and enrollment in post-secondary educational programs.
The appointing authority or his/her designee, working within the .framework of budgetary -
constraints, will support these activities when deemed appropriate and beneficial to all concerned.
Participation in such activities will be on a strictly voluntary basis, and time spent in them shall
not be considered time worked. However, if the employee attends a conference or seminar and
attendance 1s sponsored by the Agency, he/she shall receive his/her regular day’s pay for each day
of the conference or seminar.

ol \\\b
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The State 'ese_i"ves-the vight to add to, amend, or withdraw proposals, The State reserves the Tight
' ’ 10 submit counterproposals at any time.

State’s Counteipioposdl 2.5.19

SAFETY

Section One: (a) The Employei- shall provide & workplace free from unsafe ot ushealthy
conditions, The Employer shall make every effort to make repairs or to adjust ufigafe ot unhealthy .
working conditions as-soon as possible after such conditions become known to the-Employer.

No employee shall be requited to perform work under unsafe or unhealthy conditions; provided,
however, that an employee must follow the vule “work now, grisve later” unless there is-imfninent.
danger to the employee’s well-being,

(b) Employees may partioipate iil the existing agency-wide safety committee, the subject matter
of which exicompasses the total aréna of safety and health as applicable to the agency and its
employees. The committee may bo cross-bargaining imnit. and shall be composed of an equal
number of voluntary members from labor and management.
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ARTICLE
GROUP HEALTH INSURANCE AND RETIREMENT

The terms and conditions of employee retivement and health insurance benefits are negotiated
separately by the State and the Unions (SEBAC). All provisions concerning health insurance and
retivement are goveined by the separate agreement of the patties on that subject.




The State reserves the right to add to, amend, or withdraw proposals, The State reserves the right
to submit counterproposals at any lime.

State’s Counterproposal 2,5,19
ARTICLE __ ~SUPERSEDENCE

The inclusion of language in this Agresment concemmg mattes formerly governed by law,
regulation or policy ditective shall not be deemed a preemption of the entire sibject matter.

Accordingly, statutes, roles, l'EgUlatIDHS and adiministrative directives or orders shall not be.
oonstrued o be superseded by any provision of this Agreement except ag piovided in the
Supemedence Appendix to this Agreement or where, by necessary implication, no other
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The State reserves the right-fo add to, amend, or withdraw propoesals. The Stats rescives the right
3 ‘8 W to submit eounterproposals at any time.

SEPARABILITY AND SAVINGS CLAUSE

If any provision of this Agfe:ament is, or shall be at any time, contrary to law, then such provision
shall not'be applicable, performed, or enforced, except to the extent permitted by law, and any
substitute action shall be subject to appropriate consultation and negotiation between the parties,

In the gvent that any piovision of this Agreement is, or shall be at any time, contraty o law, all
ofher provisions of this Agrestnent shall continue in effect,

22,
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The parties will share equally the cost of printing the Agreement by a Union printer. The.
Agreement shall be ip booklet form,

ARTICLE
PRINTING OF AGREEMENT
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The State teserves the right to-add to, amend, or withdraw proposals, The State reserves the vight
to submit couhiterpioposals atany time,

State’s Counterproposal 2.5.19
ARTICLE ___~LEGISLATIVE ACTION
The cost ftems contained in this Agreement and the provisions of this Agreement which,

sipersede pre-existing statutes shall become effective in accordance with the procedures in €,G.S.
Section 5-278. If the legislature rejects the Agreement, thé partios shall retutn to the bargaining

‘table,
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Tl Slese vesarves e right by wld 1o, arpend, or withdrmw proposads, The State rexerves the vight
fo submil counterpropasels al any fine,

ENTIRE AGREEMENT

This Agreement, upon: leglslatwe appraval and ratification (where apphcable) supersedes and
canicels all prior practices and agresments whether wiittéh or oral unless expressly stated 1o the
contrary hereln, and constitutes the - complete and entire Agreement between the parties and
concludes collective bargaining forits term.

The parties acknowledge that duritg the négotiations which resuited in this Agiesiment, sach had
the walimited right and oppoitinity to iale demands and proposals with respect ta any subject
or.mattet not removed by law from the area of collective bargaining, and that the u_nderstandmg
and agreement arrived gt by the parties after exercise of that right and opportunity are set forth in
this Agreement.

Therefoie, the State and the Union, for the duration of this Agreement; each voluntarily and
unqualifiedly waives the right, and each agtees that the other shall not be obligated to bargam
collectively with respect to any -subject or matter whether or notrefetred to or covered in this
Agreement, even though such subjects or-matters may not have been within the knowledge or
contempiauon of either or both of the partics af the time they negotiated of signed this

Agreerent, | . I lle]
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\&N/ | COMPENSATORY TIME (CARELINE ONLY)

Careling Program Supétvisois shall receive eight (8) houts of campensatory time for each week
that they perform on-call duties for Careline. Such compensatory time shall not be a basis for
compensation upon terminetion, separation or retirement. Careline Progiam Supervisors shall
not be eligible for overtime consistent with the provisions of the federal Fair Labor Standards
Act (FLSA), |
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| DURATION OF AGREEMENT

This, Agreement shall be-effective on August 10,2017 and shall expire on June 30, 2021,

Unless otherwise stated to ‘the confrary, language provisions shall take effect upon Legislative
Apptoval.

Negotiations for the successor to this Agreement shall commence with the timetable established
under C;G.8. Section, 5-276a(a). The request to commience negotiations shall be in writing, sent
certified mail, by the requesting party to the other party.
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ORDER OF LAYOEF OR REEMPLOYMENT

\LM 0\

Section One. A layoft'is defined #s the invohuntary, non-disciphnary sepatation of a Program
Supervisor from State service because of lack of work, economis hecessity, or teorganization.

Section Two. If sen‘ioriiy of two (2)-or.more Program Supervisorsin the bargaining unit-is exactly
the satie, the mote senios Program Supervisor shall be determined. by considering first total state
service, Iftotal state service is thé sarhie; the moté senior Piogiain Stpetvisor will be the:individual
whose social security number’s.last four digits is- greatcr in value:

Section Three, No Program Supervisor shall be laid off if any Program Supervisor with Jess
sehiority isto be refained (subject to Section Two supia).

Section Four, The Employet shall give 2 Program Supervisor and thié Union not less than six (6)

weeks written notwe of layoff, stating the reason for such action.

Section Five, No Outsidé Bumping, In ne event shall any State employee fiom outside of the
Department of Children and Families be permitted to bump a currently émployed Program
Supervisor from his or her employment with the Department of Children and Families or-otherwise
force such currently employed Program Supervisor to leave his or her employment with e
Depiartriient of Children anid Families.

Section Six, Reemployment List:

(#) Thenames of permanent Program Supervisors who are eligible for reemployment shall
be.arranged on appropriate reemployment lists in order of seniority as defined in Atticle ---, abave,
and 8hall remain thereon for a period of three (3) years,

(b)'Progmm'Superwsors shall e entitled to specify for pladement on the reemployment.
list for any or all ¢lasses in which they formerly held pennanent status or which are deemed
comparable. In the event. that a Progmm Supervisor is appointed to a position from a
reerniployment list but such pesition is fn.a lower salary gronp than the class-or classes for which
his/her-name is enteved upon a reemployment list, he/sheé shall temain eligible for cettification
from thaf list,

(¢} A Programi. Supervisor appointed to a position from a lower class from which. the
Propram .Supervisor was laid. off, shall remain ehgible for reemployment to the higher

classification: A Progtarii Superwsor appointed to-a pogition from the reempioyment list to alower

class shall bepaid for'the service in such lower ¢lassification at the closest tate in the [ower saldty
range te the Program Supervisor’s former salary in the' higher classification ffom: which he or she
was laid 6FF, but not more than the rate the Program Supervisor was recelving at that time of layoff,

(d) Thete shall be no -appointment. from ouiside -State; s.ewme E1uni:'11 _laldvﬂff Program
Supervisors eligible. for rehire and qualified for the posttion involved are offered reemiployment;




Ol e

W 248 2la]14

Section One, A permanent-employee may apply in response to a posting for {ransfer
to:a spécific shift or wotk logation. DCF Program Supervisor positions shall be posted.

In general, nb application for employee transfer will be accepted within obe (1) year
of the effective date of.an enployée-initiated transfet,

Becetion Tya, When a vacancy occurs in a c¢lassification, the agency will review
the applications of permanent employees whose most recent. annual . evaluation is
satisfactory or better and are secking lateral transfer to the shift or werk location whete the
vacancy exists, Of those apphcants who are equally quahﬁed for the vacancy, preference will
be given to the employee with the greatest seniority ‘as defined in Asticle 12, Section One,
"Equally qualified" shall mean all employees who hold permanent status in the same job
classification and possess the special skills and/or background required for-the position ‘as
proscribed by management and set forth in the job posting, Undetne circumstances shall a
less 'seﬂibr-empl'dyée grieve the $election of a inore senior emiployee,

Séction Three, This Article shall not be desmed to limit the ageficy's right to. fill a
vaganey by some means other than lateral transfer when the need for training, operational
efficiency, staffing and service requirements, need for special skills ‘or background or
compliance with Federal or Sfate programs so. dictate, The agency's-decision coneerning such
factots shall bé final. However, the: Union and/or the most senior qualified employee(s)
feuesting transfer to stich, vacancy, if adversely affected by such decision, shall, upon
request, be pravided with a formal explanation of the basis forthie decision. The. Unionor any
employee(s) may grieve conceining a2 pattern of unreasonable denial to qudlified transfer
applicants up to the Office of Labor Relations whose decision shall be final,

Séction Four. In order to fulfill the service needs of clients and/or the Agenoy
mission, involuntary tratisfers miay be necessary, Involuntary trarisfers shall be.governed by the
following;

(8) Volunteers will be solicited before involuntary transfers até made,

(b) The Employer shall not transfer an, cmployee for disciplinary purposes; nox solely
for the benefit of another.

(¢) In choosing among employees in a job classification who are equally qualified,
s defined in Section 2 abiove, for the position to which there will be 4 transfer the Employet
shell select the least senior employee, subjset to the following:

1. 'When an employee is mvoluntanly transferred as provided herein, he/she shall
retain the fivst right for return to a-position, if equally qualified as defined above, in the
location from which. the employee transferred, when such becomes available,
Failute to exepcise this right of retuin wher it first occurs will forfeit any pifotity
elaint'to the position..

2. A minimum of thiee (3) weeks notice shall be given to the employee for the
involuntary transfer.

3. Any’ emp!oyee whosa round-trip commuting distance (home to wotk to home)

would increase by eighty (80) miles over ourrent commuting distance shall not be
considered for stch transfer.




(d} Any alleged violation of this Section shall be grievable but not arbitrable .

Section Five. The Union and the Employer recognize that there are situations when
a change in work sutroundings of & particular employee is in the best interest of all parties,
Where such situations are present, the Agency or the Union shall apptise the other. With the
agreement of the Local Union President and the Agency the transfer will be permitted.

Section Six. Local President may present possible swap opportunities to Agency HR
Director or designee. Swap requests will be granted at the discretion of the Agency.
Denials will be responded to within 30 days of receipt of the request. Denial of swap
requests shall be neither grievable nor arbitrable. )
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JOB SECURITY

From Angust 10, 2017 through June 30, 2021, there shall be no loss of employment for
bargaining tuiit employees hited prioi to July 1, 2017, includirg loss of employment die o
programmatic changgs, subject to the following conditions; '

2. Protection from loss of employment is for permanent employees and does not apply to:

I employess.in the initial working test period;

ii. those who ledve dt the natural expiation of a fixed appoifitment tetin, in¢luding
expiration of any éinployiment with an end daté;

il expiration of a temporary, durational or special appomtment

iv. noncenewal of & non-tenured employee (except in units where ‘non-tenured have
permanent statug priotfo acheving tenntre);

v. termination of grant or cther outside funding 5pe01ﬂed for a particular position;

vi. part-time employees who, are not eligible for healthi insurance benefits,

b. This protection from loss of employment does not prevent the State from restructuting
and/or eliminating positions ‘provided those affected bump or transfer to another
comparable job i agcordance with the terms of the attached implementation agreement.
An employee who is laid off under the rules of the implementation provisions becanse of
the refusal of an offered position will fet be considered a layoff for purposes of this
Agreement,

¢. The State is ot precluded from noticing layoff in ordet to accotbplish any of the above,
‘ot for layoffs outside the August 10, 2017-Jine.30, 2021 time petiod. The Office of Policy
and Management and the Office of Labor Re}atlons commit to continuing the effectiveness
of the Placement and Training process duting and beyond the. biennium to facilitate the
carryipg out of its. purposes. The State shall. continve. to utilize the funds previously
established for carrying st the State’s. comzmtments under thls Agreernent and to facilitate
the Placement and Training process.

The Implementatlon provisloris as laid out in the SEBAG 2017 Agreement, tegarding
Job Secuity for OLR Covéred Units shall be applied to this. Uiit,

Emergency Closings/Snow Days

Essential Employees
« Definiition-for this purposé “essential” means:required by the Employer to work outside
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the home during a period other bargaining unit employees are paid but relieved from work
due to a closing, '

»  Where a primarily non-hazardous duty bargaining unit includes both essential and non-
essential employees, and the former receive only normal pay for working during his/her
normal hours during a situation where the governor orders a closing of some or all of that
employee's normal shift, the following shall apply: Notwithstanding any provision
providing overtime for working outside normal shift hours, such person. shall receive
straight time comp time for the hours worked during the employee's normal shift where the
state has been ordered closed or the Governor has directed nonessential state employees
not to report to work.

Vacation, PL and Sick Time Impact for Non-Essential Employees

+ EBmployees out sick shall not be charged a sick day or personal day if the state is closed or
the Governor has ordered nonessential state employees not to report 1o work during that
employee's normal work shift

» EBmplayees on vacations for less than a week shall not be charged a vacation day if the state
is closed during that employee's normal work shift,

s FEmployees scheduled out of the office on leave for a week shall be charged for such leave
if the state is closed during such time.

I, Durational positions and Temporaries
(Offered to all OLR Bargaining Units)

Definitions:

Tempozary: Position filled for a short term, seasonal, or emergenoy situation, including to cover for
apermanent position when the inctimbent is on workers™ compensation or other extended leave, not
to exceed 6 months. May be extended up to one year. If a temporary employee is retained greater
than 12 months said employee shell be considered durational.

Durational: An employee hired for a specific term, for a reason not provided above, including a

grant or specially funded program of a specific term, not to exceed one year.

Status: A temporary employee shall becorne durational after 6 months or one year if extended.

A durational employee shall become permanent after six months, or the length of the working
test period, whichever is longer.

Benefits: A temporary employee shall receive such benefits as provided by state or federal law, and
such additional benefits as currently provided by the respective agreements and practice applicable
{o the unit, which may include; |

o Health and life Insurance

o Pension credit

o Paid Holidays

o PL Days

o After 6 months, vacation, sick and personal leave retroactive to date of hire,

An employee hived for a durational position or treated as a durational after a period of

temporary employment shall receive:




* The same benefits as any other employee would receive during his/her working test period.

* Upon becoming permanent, the same benefits as any other permanent employee.

TELEWORK AND FLEXIBLE SCHEDULING

The parties agree that upon finalization of the statewide telework agreement, the parties shall
meet and discuss its applicability to this bargaining unit,

The parties agree that upon finalization of the statewide flexible scheduling agreement, the
patties shall meet and discuss its applicability to this bargaining unit.
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SUPERSEDENCE APPENDIX

PROVISION STATUTE OR REGULATION AMENDED
Layoff /Reemployment Provisions C.G.S. §5-241
Reg. § 5-241-2

Grievance Procedure including Arbitration

C.G.S. § 5-201, 5-202, 5-271(e)
Reg. § 5-201-10 through 5-201-16

Grievance meetings are closed to the public and press

C.G.S. § 1-200 et seq., C.G.S. § 1-225

Discipline

C.G.S. § 5-240
Reg. § 5-240-3a, 5-240-5a, 5-240-7a, 5-240-8a

Compensation, General Wage Increases

C.G.S. § 5-200(%)
C.G.S. § 5-200(m)

Compensation, Annual Increments

C.G.S. § 5-200(k)
C.G.S. § 5-200(m)

Compensation, $2,000 Lump Sum Payment

C.G.S. § 5-200(k)
C.G.S. § 5-200(m)

Three (3) mandatory furlough days C.G.S. § 5-248c

Reg. § 5-248¢c-2
Job Security C.G.S. § 5-241

Reg. § 5-241-2
Snow Days C.G.S. § 5-245

Reg. §5-238-5
Durational/Temporary Employees C.G.S. §§ 5-196 (18), (19), (20), (25)
Union Security and Payroll C.G.S. § 5-260

Pregnancy, Maternal and Parental Leave

C.G.S. §§ 5-247, 5-248a, 5-248b
Reg. § 5-247-4(a)

Union Rights C.G.S. §5-238

Reg. 5-238-1 through 5-238-5
Service Ratings C.G.8. 5-237

Reg. 5-237-1
Vacation C.G.S. 5-250

Reg. §§ 5-250-1, 5-250-2, 5-241-2

Compensatory Time

C.G.S. § 5-245, 31-60 et seq.
Reg. § 5-238-5

Seniority

C.G.S. § 5-196(24)

Personnel Records

C.G.S. § 31-128a (4)







OFFICE GF POLICY AND MANAGEMENT
Cost Estimate of Arhitration Award
Dated January 29, 2020

Fiscal Year 2017-2018
SUBTOTAL AGREEMENT ITEMS - 15t YEAR

Fiscal Year 2018-2019

SUBTOTAL AGREEMENT ITEMS - 2nd YEAR

Fiscal Year 2019-2020

(1) 3.5% COLA effective 7/1/2019

(2) 2% Annual Increment effective 1/1/2020
(3) Lump Sum at Maximum

{(4) $2,000 One-time Payment

(5} Three Furlough Days

SUBTOTAL AGREEMENT ITEMS - 3rd YEAR

Fiscal Year 2020-2021 .

(1) 3.5% COLA effective 7/1/2020

(2) 2% Annual Increment effective 1/1/2021
(3) Lump Sum at Maximum

SUBTOTAL AGREEMENT ITEMS - 4th YEAR

TOTAL CONTRACT ITEMS - ALL FUNDS

FRINGE ANALYSIS
Sacial Security 6.20%
Medicare 1.45%
Unemplayment 0.23%
SERS Normal Cost 5,70%
TOTAL FRINGE IMPACT

TOTAL COST OF CONTRACT - ALL FUNDS

6.20%
1.45%
0.23%
5.70%
13.6%

All Funds Requirement - 26 pay periods

2017-2018 2018-2019

$0

$0

$0
$0
$0
$0
$0

50

$0

$0

$0

$0
$0
$0
$0
50

$0

2019-2020  2020-2021  Annualized
30 $0 $0
$0 30 $0

$348,573 $348,573  $348,573

$62,952 $125,903  $125,903

$80,220 $80,220 $80,220
$200,000 .

($118,921)

$572,823 3554696  $554,606

$365,167  $365,167

$61,755  $123,510

$12,210 $12,210

$43913Z $500,887

$572,823 $993,828 $1,055,583

$35 515 $61.617 $65,446

$8,306 $14,411 $15,308

$1,317 $2,286 $2,428

$32,651 $56,648 $60,168

$77,789 $134,962  $143,348

$650,613 - $1,128,790  $1,198,831






OFFICE OF POLICY AND MANAGEMENT
Cost Estimate of Arbitration Award
Dated January 29, 2020

Bargaining Unit: ' DCF Program Supervisars
Period of Contrack: July 1, 2017 through June 30, 2021
Number of Full Time Employees: ' All Funds 100

General Fund : ‘ 100
Total Annual Wages (26 pay 'periods) All Funds: $9,957,914

Annualized Basis (26 Pay Periods for All Years)
. ] ‘ Percent Increase
Gen'l Wage Al's &

Average Annual - All Funds: Salary Increase  Lump Sums Other Total
Prior to New Contract; $99,579
1st Year Contract: 2017-2018 © $98,579 0.00% A 0.00% 0.00% 0.00% -
2nd Year Contract: 2018-2019 $99,579 0.00% - 0.00% 0.00% 0.00%
3rd Year Contract; 2018-2020 : $105,937 350% . 2.00% 0.77% 6.27%

4th Year Contract: 2020-2021 . $110,135 3.50% ©1.26% -0.74% 4,02%

FULL-TIME COMPENSATION SUMMARY

Prior to © 1stYear 2nd Year 3rd Year - 4th Year

All Funds ’ Agreement  2017-18 2018-19 2019-20 2020-21 Annualized
Total Wages and Related ltemns $9,957,914 $0 $0 $572,823 $993,828 $1,055,583
Fringe Benefits Value of Current ltems : 0 $0 $77.789 $134,962 $143,348

TOTAL WAGES AND BENEFITS $0 $0 $650,613  $1,128,790 $1,188,931






